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Dr Wynn is research feflow in the Department of General4Survey-
ing ~nd Construction, North East London Polylechnic 1 Great 
Britain, and a UNESCO consultant in training and research. Dr 
d'Ayala ls responsible for Training, Research and Information 
programs fn the Division ,of Human Settlements anQ Socio~ 
Cultural Environments, UNESCO (Paris). 
Over the past decade, different United Nations authori-
ties, above all, UNESCO, have expended considerable 
effort on the organization of training programs for human 
settlement managers, ie "Those actors, mainly drawn 
from the public sector, who are professionally engaged 
in the formulation, organisation and implementation of 
decisions affecting human settlements.''' 
The main thrust of training seminars and courses has 
been towards providing participants with a broader 
awareness of the transectoral nature of the development 
and urban management processes, thereby enhancing 
their capacity to formulate and carry out appropriate 
responses to problem situations. More recently, how-
ever, UNESCO has moved into the field of "training train-
ers," with a view to setting up related courses lo comp le• 
ment their existing "training managers" program. In 
November 1980, a group of experts met at Chantilly in 
France to review past training experiences and make 
recommendations for future actions. This article reports 
on one of the major themes discussed at the seminar 
how best to approach the design and structure of sub-
sequent training courses. At the same time, however, the 
article also makes recommendations concerning course 
monitoring and feedback, which, it is hoped, will enable 
future course structures to be viewed within a common 
analytical framework, and which might form the basis for 
the design and packaging of training formats and 
materials. 
Goals and objectives 
The approach to course design and structuring described 
below is based on the assumption that there is no univer-
sally applicable ideal course structure. Rather it is sug-
gested that the overall objective of course planning 
should be to find the optimum blend, mix and variety of 
learning experiences to best match the requirements of 
a particular program. Nevertheless, there would seem 
to be certain training goals and learning objectives which 
are generally relevant to training in the human settle· 
men! management field, even if their exact weighting will 
differ from program to program. Similarly the use of 
certain training methods and techniques will be more 
appropriate than others in the realization of specific 
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goals and objectives. It is thus possible to conceptualize 
the Initial stages of course planning as a process of 
selection and elimination, in which factors particular 
to any one course - the "problem set" (participants' 
background, time and financial resources etc) sug-
gest the appropriate balance of goals and objectives, 
and recommend which particular combinations of train-
Ing methods and techniques might be best used on any 
one course (fig. 1 ). 
In the field of human settlement management training, 
it is suggested that training courses for trainers and/ 
or managers-will aim to help course members "learn" 
in three main interrelated areas, which may be termed 
"generalized training goals." These three goals are: 
A. Learning to understand and manage the develop-
ment process, 
B. Learning to understand yourself and others, 
C. Learning how to train. 
Clearly, in a strictly "training trainers" context, Goal 
C is likely to be of greater importance than In a "train-
ing managers" course (fig. 2). But, as one of the under-
lying aims of UNESCO training programs is to diffuse 
improved performance capacity as widely as possible 
throughout those management systems that attempt to 
direct the course of change in human settlements, the 
"learning to train" goal is likely to be of relevance to all 
courses that form part of this wider program. Similarly, 
Goal B (Learning to understand oneself and others) is 
likely to be of significance in enabling participants to 
develop their sell-awareness and .broaden their per-
ceptions of others' roles and activities.' Indeed, "learn-
ing to learn" is a major theoretical underpinning to tliis 
triad of training goals, and Goal B will be of significance 
in any course which attempts to foster interdisciplinary 
and transectoral perspectives. Goal A, however, will 
most likety feature more prominently in "training man-
agers" rather than •ttraining trainers 0 courses, the as-
sumption being that potential trainers will already be 
suitably well informed on the functioning of the urban 
management and development processes. 
Following group and plenary sessions al the 1980 
seminar, a set of learning objectives for each training 
goal was agreed upon, These objectives, listed in table 
1, are largely self-explanatory, but certain points are 
perhaps worth noting here. The set of objectives relating 
to Goal A is based on what is often termed a "decision 
centered" or "systems view" of planning, as conceptu-
alized by Chadwick' and Mcloughlin ,,• in the late 
sixties and early seventies, which has had a major im-
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Fig. 2: Generalized training goals in human settlement manage-
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pact on the organization of planning and management 
systems in Europe in the seventies. It should be stressed, 
however, that this framework is intended to be used as 
much to facilitate a "bottom-up" understanding of real-
ity, as to generate "lop-down" action programs for 
change; and that an appreciation of transectoral inter-
relationships (A2), and broad based implementation and 
monitoring methods (A5, A6) are seen as particularly 
important. 
The second set of objectives, concerning Goal B, relate 
to what is often termed "social skills training." This has 
been defined by Fraser and Phillips5 as "any form of 
training which is designed to help people understand 
themselves, learn about how others see them, and make 
choices about their behaviour." This form of training 
can encompass a range of techniques (eg Rackham's 
Behavioural Analysis, the Johari Window Team Effec-
tiveness Survey), many of which can be used in group 
training situations which may also meet other learning 
objectives.• In this way, then, the richness of the learn-
ing experience for course participants can be enhanced 
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Identify critical issues and problems 
Identify inter-relationships between problsms 
Gsnerate alternative courses of action 
Evaluate and appraise potential impacts of 
different courses of action 
courses of action Implement preferred 
Monitor and respond to change in the decision 
environment 
Heighten awareness of one 1s own strengths aod 
weaknesses 
Heighten awareness of others 1 perceptions of 
your role 
Broaden your understanding of others' strengths 
aod weaknesses 
Improve ability to effect appropriate inter-
personal interaction 
Make fuller use of your own potential 
Irnprova communication skills 
To give participants an awareness of the factors 
involved in the planning and designing of courses 
Provide an outline of the range of available 
instructional methods 
Give participants first hand experience of using 
selected training tools and mechanisms 
To attempt to give participants the awareness and 
sensitivity to know how and when to use different 
tools 
To encourage flexibility in the use of techni~ues; 
and an ability to adapt and try new innovatory 
methods as necessary 
To provide participants with knowledge and 
experience of a range of on-going feedback systems: 
(a) Primary - day to day 
(b) Secondary - end of course 
(c) Tertia~y - post-course evaluation 
(d) Quatenary - inter-course linkages 
without undue extra requirements on time and space. 
We shall return to this theme later. 
The last set of objectives concerns the need to famili-
arize participants with the factors involved in the plan-
ning and design of courses (C1) and to provide them with 
a knowledge, and, as far as is possible, first hand ex-
perience of the range of training methods most appro-
priate to their needs (C2, C3). At the same time, it was 
considered important that the need for sensitivity, flexi-
bility and innovation in the use of training methods (C4, 
C5) should also be highlighted; and participants should 
be made aware of the desirability of, and scope for, 
setting up feedback mechanisms within various temporal 
and organizational contexts relating to training (C6). 
While "day-to-day" (primary) and "end of course" (sec-
ondary) feedback is likely to be of importance in contri-
buting to the smooth running of individual courses, it 
was felt that attention should also be given to providing 
post-course (tertiary) evaluation and feedback, and 
continuity and linkage between courses (quaternary). 
To get over these concepts to participants, .then, was 
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Fig. 3: A two-dimensional list of methods that might be con-
sidered in planning human settlement management training 
courses. (Based on: D. Laird, "Approaches to Training and De-
velopment," Addison-Wesley, 1975). 
all seen to fit within the general framework of the "learn-
ing to train" objectives. 
Training methods 
II was thus assumed that training goals and learning 
objectives can be identified in the planning of any one 
program. The task then facing the trainer, given these 
objectives and the variety of constraints relating to the 
"problem set," is how to optimize the learning experi-
ence of participants attending the course. ·1n confront-
ing this problem certain general principles were agreed 
upon, which collectively suggested directions for future 
research activity in this area: 
• General support was given to Lewin's assertion7 
that training is more effective if people learn at three 
levels: through thinking (cognitive/ conceptual), 
through doing (psychomotor) and through feeling (af-
fective domain). 
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Gathering 
• Animated case studies (based on data drawn from 
the locale of the course), simulation gaming and sys-
tems modelling were seen as tried and tested ap-
proaches that, when used correctly, can involve parti-
cipants in these three types of learning. At the same 
time, it was agreed that these three major training ap-
proaches should be used in conjunction with whatever 
other methods might most effectively help to stimulate 
innovative thinking and, at the same time, provide 
changes of pace, rhythm and orientation in the train-
ing course (fig. 3). 
• General support was given to the idea of attempting 
to introduce an element of social skills training. (gen-
erally related to Goals and Objectives B) in all training 
courses. It was stressed that relevant training exer-
cises could be undertaken in parallel with other ses-
sions that may centrally address other learning ob-
jectives. A Team Effectiveness Survey, for example, 
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Fig. 4: Learning objectives, thematic components and training 
methods in the Szczecin (Poland) course. 
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based on the Johari Window Concept, could be used 
as a follow-up to any Team Task session, in which 
team performance .could be examined from the point 
of view of interpersonal communication and sharing 
of knowledge. Similarly, Rackham ·and Morgan's Be-
havioural Analysis might be used to analyze interper-
sonal exchanges in small group work centering on 
other topics which might involve, for example, team 
tasks or fishbowl methods.• 
• It was agreed that different target groups in the 
developing world should be identified, and that a vari-
ety of learning packages should be put together which 
might act as a basis for designing training courses with 
particular goals, objectives and constraints. These 
packages would provide the trainer with certain com-
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binations of training sessions, which would produce 
a mix of learning experiences most appropriate to 
specified . goals and objectives for specific target 
groups. 
• As a guide for the putting together of such "soft-
ware" packages, subsequent courses would be mon-
itored to examine and test the effectiveness of different 
combinations of methods and techniques. 
Implementing the proposals: 
The Szczecin (Poland) course 
The three day "training trainers" course held at the Uni-
versity of Szczecin, Poland, illustrates how this approach 
to planning and design is being pursued in UNESCO-run 
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courses. This short course was one component in a six 
month diploma course in town and regional planning for 
practicing planners and administrators from developing 
countri.es. There were 17 participants, and the purpose 
of the course was to improve their capacity to act as 
trainers, for most will b_e entrusted with mounting short 
courses for planners and associated professionals from 
time to time, when they return to their home countries. 
Given the shortness and general orientation of the 
course, Goal C - Learning how to train - and its as-
sociated Learning Objectives (see table 1) was given 
major priority, with Goal B (and its Objectives) being 
given secondary importance. Goal A, which was essen-
tially the concern of the rest of the six month course, 
was paid no direct attention, although certain related 
topics were inevitably touched upon. This goal priori-
tization is reflected in the learning objectives which were 
considered to be of major importance (fig. 4). 
Having identified this set of Learning Objectives, a list 
of related thematic and technical components was iden-
tified (fig. 4 - side access). These shou Id not necessarily 
be seen as being fully comprehensive in totally fulfilling 
the special Learning Objectives; rather they were col-
lectively considered as satisfactorily addressing these 
Objectives, given the time limitations and the back-
ground of course participants. Certainly, other themes 
could have been included, and others omitted. Similarly 
the training methods employed (fig. 4 - top axis) in con-
junction with these themes may be seen as only one 
option, which might be repeated or modified in sub-
sequent courses of a similar nature. 
This flexibility notwithstanding, this matrix format may 
act as both a framework for monitoring UNESCO training 
courses and as a basis for the packaging of training 
materials. A handbook• has already been compiled 
which provides guidance on how these methods were 
used and combined in the Szczecin course. With the 
benefit of subsequent experience, whereby other formats 
can be tried and tested, it is hoped to put together more 
sophisticated packages (which might include, for ex-
ample, the case study game kits, brainstorm and team 
task kits, all with the necessary charts, handouts and 
overheads etc), and to compile a comprehensive manual 
on how combinations of training methods and thematic 
components can best be used to fulfill specific Learning 
Objectives and Training Goals. 
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Concluding remarks 
In conclusion, it needs to be said that this approach to 
course design and monitoring is still in its infant stages, 
and that the potential advantages and attributes have 
yet to be fully realized. Nevertheless, it is expected that 
the general framework presented in this paper will pro-
vide a degree of continuity and consistency between 
c9urses, whereby present and future training perfor-
ma,nces can be consolidated and enhanced. A more 
tangible product will be the software training packages 
that are being designed to fit the particular training re-
• quirements of public and private sector agencies, work-
• ing, above all, in the developing world. The design of 
such training courses-for both "managers" and "train-
•ers" themselves - still poses considerable problems; 
it is hoped that this initiative will contribute to their 
solution. 
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